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14 MAY 1982

MEMORANDUM FOR: Executive Director

FROM: Janes N. Glerum
Director of Personnel

SUBJECT: Spouse Leave Without Pay Program

1, Aq:tion Requested
It is reguested that you approve the recommendation contained in
paragraph 3.

2. Background

a. Since 1972, the Agency has had a formal program that has tried to
accamodate the employiment needs and desires of the Agency-employed spouses of
Agency employees during assignments to U.S. and foreign field locations. In
the eyes of many of the employees who accompanied their spouses, the program

" has been less than satisfactory, despite our good faith intentions and efforts

to try to balance their needs with the Agency's.

b. The program has evolved from the original provision for three
years' ILeave Without Pay (LWOP) with no guarantee of a position upon return to
Headyuarters, through several minor modifications, to the current provision
for 90 days' IWOP, conversion to Contract when Actually Employed (WAE) status

'if no position is identified, and with a gyuarantee of restoration to a like

position and the grade held at aeparture.

¢, My staff recently canpleted a study of the program following a
year of operation of the current provisions. A report on that study is
contained in Attachment B which also includes recommended modifications which
were developed as a result of the study and further refined by the Personnel
Manayement Advisory board in April 1982. We believe that the proposed
nodifications bring this program up to date with the current state of societal
changes and give due consideration to the need to balance Agency
responsibilities and needs with employees' responsibilities and needs.
Attachment A provides a sumnary of the program with the recanmended
modifications, :

3. Recommendation

It is recommended that you approve the following provisions of the
Agency s progran for the spouses of Agency employed couples being assigned to
U.S. and foreign field posts:

a. Retain the current provision for cdmpletwn of the trial period

with Director of Personnel clpproval of waivers requested and justified by the
Career Service.
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b. Modify the use of LWOP to provide 90 days for those trial-period
employees whose Career Service does not request and justify a waiver. Should
a field assignment not became available within the 90 days the trial-period
employee will be required to resign.

- c. Eliminate the regquirement to convert to contract when Actually
Employed (WAE) status following 90 days' LWOP for any employee (including the
trial period enployee for whon a waiver has been approved) and substitute a
provision to retain staff status and convert to a time-limited Reserxve staff
appomtment in WAE status.

d., Modify the current maximum 52 months' absence to provide for a

| - 52-month "basic" cumulative total period of absence which may be extended at

any future timme by the responsible Career Service.

e, Add a staterent that Career Services may disapprove reqguests for
extensions of the basic period provided they have given thorough consideration
to all aspects of the enployee's service and the Career Service needs.

f. Add options for employees whose Career Service does not approve
an extension of the basic period or, on the rare occasion of a disapproval of
an initial request within the 52-month period, to either remain in place,

- resign to accompany the primary employee, or convert to Reserve WAE Staff
Status with no Career Service obligation to restore the employee to active
employment or the previously held yrade.

g. Retain the current Career Service obligation to restore the
employee to active employment at the grade held upon departure for the
52-wonth basic period and extend this obllgatlon to any future extensions
approved by the Career Service,

h. Retain the other current provisions of the program as follows:

(1) Enployee signature on a memorandum of understanding
(different ones for approved and non—approved
situations);

(2) Headyuarters approval of the proposed rate of pay when
the WAE employee 1s employed;

(3) Requirement for the employee to return to active
employment status within 60 days of return to
Headyuarters;

(4) Career Service jurisdiction of the employee duriny
all approved absences; .

(5) Suspension of comparative evaluation at the point

where no performance appraisal is available in the
employee's reyular occupational specialty;
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(6) Carcer Service cognizance may change with agreement
of all three partics.
/s/ James N. Glerum
Jares N. Glerum
The reconmendations contained in paragjraph 3 are:
APPROVED (><) DISAPPRCWED ()
' : MAY 1982
/5/ Jehn ¥, MeMahon 14
fxecucive Director pate
Attachments
As Stated
Distribution:
Orig - Return to D/OP
1 - DCI
1 - NnCT
1 - &xDir
1. - ER
L{ - D/oP
1 -~ Subject (Spouse LWOPR)
1 -~ Chrono
STAT OP/PEPS 5/10/82)
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ATTACHMENT A

SUMMARY OF PROPOSED REVISED SPOUSE EMPLOYMENT PROGRAM
FOR SPOUSES OF AGENCY EMPLOYEES ASSIGNED TO
OTHER GEOGRAPHIC LOCATICONS

-Completion of trial period, or D/OP approval of a waiver

justified and requested by the Career Service (not the employee).

" No Career Service cbligation to request waivers.

If trial period not completed and waiver not requested, employee will be
authorized 90 days' IWOP following expiration of annual leave to allow
for location of a position at'the new location.

a. Should an assignment develop, employee may be "picked up" by the
Station.

b. Should an assignment not develop, the employee will resign upon
. completion of 90 days' LWOP.

c. An acknowledgement of this provision will be required through
employee signature on memorandum of understanding.

Fuployees may be absent for a cumulative "basic" period of 52 mcnths
with no time limitation on the accumulation.

There will be no requirement for Headquarters service between
tours within the 52-month period.

Hnployees will convert directly fram full-time career staff status to
When Actually Bmployed (WAE) reserve staff status before departure for
the field.
Career Services may grant extensions of the "basic" period.
There will be no requirement for Headquarters service between
completion of the basic period and extension or between exten—
sions.
Career Services may disapprove requests for extensions.

If an extension is not approved, the employee may opt to:

a. Remain in place,

. b. Resign,

c. Convert to Reserve WAE Staff Status with no Career Service
obligation to restore to active employment or at the grade
held at the time of departure.
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Carecr Services are obligated to restore to active employment. at the
grade held prior to departure any employee whose absence has been
approved by that Coreer Service for the basic 52-month pariod and
any extensions of that porind,

Carcer Se r‘v‘ic 25 are not obligated to restore to active cmplovment, or
whose rousest for
extension of the basic S2-month period is rot aporovad.,

In the event a Caresr Service is uviable to opprove a roc
within and up to tha 52-month basic pericd, the career (G&: ;
to trial-pariod) employzcs will have the options Lo reonin in pLoce,
resign, or convert to WAE Reserve Staff Status with no Cumor Soyvica
obligation to restore to active employment or at the grade previou 151y
held.

Approved For Release 2005/08/15 : GIA-RDP89-01114R000300020001-1

[rionpraey QR
oo b b N d

NI



TI DS R
e E\S(ﬁ_}"&l Ef!’i\?gn}

Approved For Relgase 2005/08/15 : CIA-RDP89-01114R0%¥300020001-1
ATTACHMENT B

REPORT AND_RFCOMMENDATIONS CONCERNING THE SPOUSE THOP_PROGRAM

1. fhis repset has been prepared in accordance with a DDCI-approved
recommendaticn of the Task Force on Married Couples that the OFfice of
Personnel ronork to the DPA on the status of the Spouse Ieave Withcut Pay
(IFOPY Proorss one yesr alter ite inception.

2o
1o other ge

- policy regarding staff caployees GUCOMPSNYING Spouses

cas vias epproved by HMr. Canluscil on 3 Mo 1ot I:l STAT

STAT

7

3. Under this Program, a staff employee accompanying an Agency spouse to
a permanent change of station (BCS) utside the Headquarters area is granted
90 days' lesve Wirhout Pay (IWCOPR) following the expiration of accrued annual.
leave. IF & positicon, staff or contract, is not identified prior to the
eypirati 5 fhe 90 days' TWOP, he or che is converted to “when rotually
Bgzloy Gini) contract status.  The ficld may use the contract to cmploy the
spouse at any time, subject to neadguarters’ prior approval of the proposed
rate of pay and the work to be porfomed. Upon retwm PCS to the Headguariers
arca, and provided that no more than 572 censecutive months have elapaed, the
employee is restoved to staff statvs in the same Career Service and at the
same grade level held prior to departure, although not necessarily to the sane
position.

4. n addition to reviewing the operation of the Program during its
first year, we considered othor issues that have been raised reccently:s (&)
the requirement that the acconpanying spouse successfully conplete the trial
period in order to be cligible for this program and (b) the possibility of
these employees retaining staff status, Flowing from (b)Y was (<)
reconsideration of the need to continue the LWOP provision; (d)
reconsideraticn of the 52-month limitation; and (e) review of the Carcer
Seyrvice commitment for reinstatement.

B. Status of Program

1. During the first year of the new Program, 29 gtaff employecs 4:' §:|:A:|:
STAT and [ ] accompanied their spouses on PCS assignments outside the A
Headquarters area Of these[ | STAT
STAT employees, [_] went on LWOP aiter the expiration oL accrued armual leave, and []
went directly from staff status to WAE contract status. '

STAT 2. OFf the |__t|who want on LWOP,Dmre given staff jobs at their grade STAT
level before or at the expiration of the 90 days' IWOP. Four others were
_converted to contract status before the LWOP expired, and given jobs. Of the

STAT remainder,[_pturned to Headquarters, []is still on unexpired LWOP, and [] STAT
were converted to WAE contract status upon the expiration of LWOP.

STAT 3. Of the [ Jemployees on WAF contract, at least [ Jwere in a pay status gQTAT
at one time or another, :
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4. DBoth employees who returned to Headquarters were reinstated in staff
status at their previous grade level in their original Career Service, but in

jobs different fion the ones occupied prior to departure.

5. Fr (“'ﬂ tn’.* f oregels ‘f‘h J,i. avpaore that the Program

eetmmtiie

"‘dl u NG :5(

2.  The reguirarsnit thab IO to
Agency spouse to a L mast
completed the entire hLse—year LLial por: od Wil r roved by the Dirsctor
Farscnnal in Decepbor 1930.  With proper justi,,.u::a.l,JM.l.,, this requirepanlt may
be waived by tha Director of ersonael.

noy o By
3ieal mﬂtj,,. 1, givern
1 porind, wi ’\:L Lhe

1’19 G files record ndither o

thia provi ,J.cu, wamably, 1t wes

R vial weriod. C»“ru“» ,
Ay weview, should wioany poter lew ¢f .
Ztexl ;Hy since later barndling of 1 S overseas can ba difficuli.  Chi ms
cial Activities Steff, advisss that "very fow” enplovees are teruinzted
dur ing either the fivst year, or the first thoee yeurs . of employuant,
although some problens are suﬂtg_v:nu now via the reinvestigation projran. Of
those separations occurring during a trial peviod, move heave baen based on
conduct than on performance.

Yipeit s

€. Feom the stsct of Fy 1281 through 31 July i¢8l, DSMH
anployvees were assiugned overseas prilor to completion of theivr trial pericd |:|
with less than one year of service, and an additional |:| with one to three
years' service). Of that group, the largest nuiber is in 0C (]:'v;ritn less
«T

than one year, and |:|1n the one-to three-year group) "The nest largest
nubhers are in the DO, wi th| |.mu the DD5&Y, with | |

—

d. 7The argunents for retaining the regquirscent that the trial period
he completed are:

°  guccessful completion implies the abscnce of
" performance or suitability problems.

° fThe danger of suitabil it'y/'p‘rform:nce problems
later surfacing overseas is reduced.

- ¢  fhe Director of pPersonnel has the authority
to make an exception when justified.

°  fThe responsible Career Service will have sone
performance basis for discharging their
personnel management responsibilities for the

cmployee,
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e. The arguments against retaining the trial-period requirement are:

° It discriminates against spouses, since sponsors
do not have to meet the same trial-period require-
ment prior to overseas assignment.

° qo date, apparently no problems have surfaced with
- , the fairly large number of those assigned overseas
in 1981 who have not completed the trial period.

° Making exceptions can leave an impression of
unfair application of the policy, since employees
usually have no way of knowing why waivers are
granted,

f. Recomnendation

(1) We believe the current policy provides for a minimal
performance/suitability record for most employees going overseas; and that
completion of the trial-period requirement should be retained. The Director
of Personnel may grant a waiver of this requirement in individual cases when
requested and justified by the responsible Career Service.

(2) In instances where the accompanying spouse has not completed
" the trial period, and the Career Service does not request a waiver, the
employee would be granted 90 days' IWOP in order to allow time to locate an
assignment in the field. sShould an assignment not materialize within the
90-day IWOP period, the employee then will resign from staff employment.

2. Use of LWOP

a. Since the inception of the Program in 1972, LWOP has been either
the primary mechanism for accommodating the sponsor's Agency spouse; or, in
the current version, a part of the Program. The change fram the original
three years of ILWOP to the current 90 days with conversion to WAE contract
status upon expiration of the LWOP was made partly in response to the
continuing expressions of concern of a number of employees about the fairness
of this Program. The IWOP provision has provided some benefits to both
employees and the Agency, but more dollar costs to the Agency. The employees
gained time credit towards retirement, with no contributions to the fund, for
up to six months in each calendar year of IWOP. In addition, those who had
individual (as opposed to family) coverage by FEGLI and/or health insurance,
were covered with no premium payments for 365 calendar days in LWOP status.
The Agency gained by being spared the costs of processing resignations,
clearances, and (re) appointment actions; and, in addition, contributed
somewhat to some improvement of the morale of employees who earlier were
"forced" to resign to accompany their employee-spouse to field assignments.

b. At the same time, the employee's relationship with the Agency was
maintained while in LWOP status, and time was available to locate an
assignment, or for one to develop, if these did not occur prior to the
employee's: departure for overseas. Returning the employee to duty as a staff
employee from LWOP at any time was relatively snnple- it tock one personnel
action,
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c. Assuming approval of the recommendation proposed in paragraph 3,
retaining the 90-day IWOP provision before converting to WAE status becomes a
more cumbersome procedure. This is because it would then take two personnel
actions to accomplish the end result rather than the one it will take to
convert directly to WAE status.

d. Recommendation

(1) We believe the need to simplify the handling of this Program
and to alleviate other perceptions of unfairness that have been more obvious
than the retirement credit benefit outweigh the potential negative reaction to
dropping a provision that provides a small benefit to a small number of
employees. Thus, we recamend that the provision for 90 days' LWOP be dropped
if the recammendation for retention of staff status is approved. Returning a
 staff employee to regular employment status from WAE status is as simple a

process as returning to duty from LWOP: one personnel action is required.

(2) As noted in the trial period paragraph, 90 days' IWOP would be
available to the spouse whose Career Service does not endorse a waiver of the
trial period requirement with resignation to be effective at the expiration of
90 days if an assignment does not materialize in the field.

3. Retention of Staff Status

a. This issue has been a sore point for many years. Our previous
objection to accompanying spouses retaining staff status was based on several
points: (1) the difficulty in changing a staff employee's grade, should he or
she serve at a lower grade while overseas—-~historically, such actions are
processed as "change to lower grade" which, even though not a true adverse
action in these circumstances, tends to create a negative impression in the
employee's file; (2) the potential for overpayment (and the resultant
requirement for an employee refund) if the employee serves at a lower grade
and there is a delay in processing the required paperwork, and (3) the
"simplicity" of the contract system, prior to PERSIGN, that required only a
contract amendment for Payroll to effect a pay change.

b. Despite the fact that "resignation" from staff status for the
purpose of this Program is, in many cases, a personal trauma to those who must
go through it (even though it is primarily a paper exercise), the foregoing
objections to retention of staff status were believed to outweigh the negative
reaction of a small number of employees to being required to "resign."

c. Our research shows, however, that there now may be no valid
reasons why such employees cannot retain staff status; for instance:

o fThe processing of contract grade changes now
, requires more paperwork than does the staff
- system. (OF/Payroll must have both a
Form 1150 and a contract amendment in order
to process a pay change for a contract employee.
Oonly a Form 1150 is needed for routine staff
pay changes.)
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° pecause of this, the potential for overpayment
vihen Dty Status Reporis (DSLe) reach Payroll
bofore & tomn 1150 docs is greater fory contract
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. "he current rrogran Limits the

tinee the accompanying Spouse moy De
ahsent from Beoadd s to e Pnawimea” of 52 wonthe.  Our $3les 4o not
contain specific details regapding the coaposition of this length of timaz but
there is an indication that four vears vas “tisd to the new teur longihs
that absence beyond that point raised the specter of a potencial loss of
skills, and that four months was added later to allow for home leave batween
ond after two two-year tours. The possibility of subseduent shoences beyord
59 wmonths seems to be out of the question based on the use of the word
Fpascimun,.” T reality, bowaver, wa can expect future requests for additic
absences, ospecially perheps from stafi spouses of Cw
believe the point descrves aittention at this tise.

ral

0 amplovess, and thus

bh. Tor borh the clerical and professional employee wno winlc

winimally, or not at all, or at sane different occupation, for score lergth of
time, the concern about loss of skills in the primary cccupation is a
ivgitimate one. The point at which this is a fact rather than a gpooalation
is opan for debate; howaver, about four years seemns reasonahble, alihough it is

o
not anpirically documented.

c. Fifty-two months accommodates nicely two back-to-back two-year
tours with home leave. It also accommodates to separated two-year tours, one
two-year tour, one three-year tour, o 18-month tours, or one four-year tour,
all with home leave. It does not accommodate two three-year tours and
probably does not accommodate some conhinations of extended basic tours or
lateral transfers involving differing tour lengths.

d. Tt is, perhaps, unrealistic for management not to expect requests
for additional periods of absence, especially in the face of all the economic
factors which dictate an increasing need for both marriage partners to be
employed. At the same time, it is perhaps just as unrealistic for employeec
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kind and quality of work perforeed at
pravious overseas posts, OF potantially to
e perfcmnsd at the next post, and the
caployects overall value to the Caroer
Sanvice;

o
T
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()  that in instances whera the Cavecy Service
cgonze not approve an extension, 1he emplayoe
Lieve the cptiong o renain in place,
vesign, or convert to Resevve WAR staff
status with no quarentee of anploymaent or
{he previovsly held grade upcon return to
' . raagquarters.

(e)y that in @ rare instance where the Caresr
sorvice does not approve a request within
and up to the basic 52 months, the
provisions of (d) above will czpplya

2 Service Commitment to Relnstate the Accoupanying Spouse

a. The current program includes a comnitment that the parent Caree
gervice will reinstate the employee in staff status at the save grede ]evel
held prior to departure although not necessarily in the sane pu.;:i ion. This
principle rcmains valid but is addressed here as a special point in view of
the recommendations being made in the preceding paragraphs concern: ing

retention of staff status and additional absences beyond 52 months.
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b. Althoush reinstatement to staff status no longer will be an issue
i rotention of staff status is approved, a Caveer Service cormitment to
retarn the accoupanyi spouse to active seivice at tha grade lovel held prior
o denort i in the same position, should be
v Foy any ertensic ;
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(1)  civing due consideration Lo
prevegatives, 1t L8 yocomrended v
voloyeant for the aco TRANTING & :
v ot hoth the "basic? so-ronth period, and any approved

» no requirenent for a specificd period of smvice &b
agraph 4, the work

. C

o pr
departure apply
extensions. ‘'There will L
teadousrters in the Carcer Ssrvice but, as noted T

record of the employee is enpatted to be considerad in considering reuests
for extensions,

(2) It is vecomwended, further, that the Carger Sev vice not be
1 o reemnloy the accompanylik spouse i{ an extension is disapproved
se elects an option that intersupts his or her active eaployment

T
SETVLCE .

6. Pr naidoration for Vo weiLes at o MNew

a. ‘here is no record of specific discussion or conlloversy on this

point. The priovity consideration provisioa could have been inclixizd in
vesponge to pressure from those concerned about the progran. It also coula
have been seen as a cost-effective measure (i.e., if an employable, gualified,
spouse is available for an assignuent, why incur the expense of sending
another employee L[iom Headquarters?). Regardless of the original resson for
this policy, the Personnel Management Bvisory Board (DPMAB) belicves it
-inappropriate to have a stated policy which gives one group of anployees
priority over another with rogard to assignments. The PMAB concluded that the
current statcment should be deleted.

) Approved For Release 2005/08/15 : CI/A-RDP89-01114R000300020001-1

S e ST LA SR T R U N S S SR
1 otk = 3o E i




o parvionn

TG
10

cuployee bz
v alter retux nm.._g

the parent conponent at Headguanrt

during epproved absencesy

3

t comparative evaluabion
app‘ra?rsd_.’s_ is evailleble for

auloy cocupaticnal spocialivyy

hie or her t

2 Eervi

fo that changus of O

agrec,

Approved For Release 2005/08/15 : Cllg -RDP89-01114R000300020001-1

G my oy

[‘ F‘pt‘ f'i’\!

mey cocur if eil

LS



Approved FarRelease 2005/08/15 : CIA-RDP89-011148000300020001-1

5 August 1981 Memo to DD/Pers from OGC; Subject:
Dual Benefits for Working Couples

2 February 1982 Memo to D/Pers from DD/PA§E; Subject:

Employees Accompnaying Spouses to Other
Geographic Areas (Short Title: Spouse
LWOP Program)

14 May 1982 Memo to ExDir from D/Pers; Subject:
Spouse Leave Without Pay Program
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14 August 1979

24 September 1979

16 October 1979

18 October 1979

19 October 1979

23 October 1979

12 December 1979

11 January 1980

14 February 1980

March 1980
3 April 1980

3 June 1981

27 August 1981

6 October 1981
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Acting DDA Memo ; subj: Task Force
Report on Working Married Couples (w/atts)

Note to DDA from DD/Pers; subj: Notes
Relative to Task Force Report on Working
Married Couples

Memo to D/Pers fr NAPA Project Group; subj:
Comments on Task Force on Working
Married Couples Report

Memorandum for the Record: Task Force
Report on Working Married Couples

Associate DDA Memo; subj: Task Force
on Working Married Couples

Routing Sheet Note to DDCI from Acting DDA;
subj: Special Review Group Set Up to Consider
the Task Force Report

DRAFT HN from SSA-DD/A on LWOP/Spouses

Memo to DDCI from Federal Women's Program
Board; subj: Proposed Revision of Leave
Without Pay Policy

Routing Sheet Note from SSA-DDA (w/atts) re
Revised Working Group Paper on Married Couples

DRAFT (Final) HN on Working Married Couples

[;::::;::::gsigned.by DDCI, Agency Policy
egarding otaff Employees Accompanying

Spouses to Other Geographic Areas

Memo to D/Pers from DD/PASE; Subject:
Contract Employment of Spouses in the Field

Memo to C/CMS from D/Pers; Subject:
Contract Employemtn of Spouses in the Field
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